ABSTRACT. The present 2-wave study among 258 secondary school teachers investigates the relationship between personal and organizational resources on the one hand, and work-related flow on the other hand. On the basis of Hobfoll ' s (1988) conservation of resources theory, Bandura' social cognitive theory (1997; 2001), and Fredrickson's (1998) ''broaden-and-build'' theory of positive emotions, we formulated two hypotheses: (1) personal resources (i.e., self-efficacy beliefs) and organizational resources (including social support climate and clear goals) facilitate work-related flow (work absorption, work enjoyment, and intrinsic work motivation); and (2) work-related flow has a positive influence on personal and organizational resources. The results of a series of structural equation modeling analyses offer clear support for both hypotheses. The theoretical and practical implications of these findings are discussed.
INTRODUCTION
What is a good work life is a basic topic for workers and organizations nowadays, being of fundamental relevance for psychological research as well. Recently, Luthans (2002a, b) has noted the need for Positive Organizational Behavior (POB) research, defined as the study and application of positively oriented human resource strengths and psychological capacities that can be measured, developed, and effectively managed for performance improvement in today's workplace (Luthans, 2003, p. 179) . Wright (2003) has argued that the mission of POB must also include the pursuit of employee happiness and health as viable goals in themselves. The present two-wave study among school teachers will focus on the experience of flow at the workplace. We concur with Wright (2003) that the pursuit of flow is a viable goal in itself, and will examine its dependence on and value for the quality of employees' working environment. More specifically, the current study will examine whether personal and organizational resources facilitate flow at work, and whether employees who experience flow mobilize more resources over time. Csikszentmihalyi (1997, p. 29) has described the flow experience as: ''one that many people have used to describe the sense of effortless action they feel in moments that stand out as the best in their lives.'' In this state, people are intensely involved in an activity and so nothing else seems to matter. In addition to the pleasure in the activity and the intrinsic interest to continue doing it, the total immersion in an activity seems to be a central aspect of the flow experience (Csikszentmihalyi et al., 1993; Ellis et al., 1994; Ghani and Deshpande, 1994; Larson and Richards, 1994) . On the basis of these previous studies, Bakker (2005) applied the concept of flow to the work situation, and defined flow as a short-term peak experience at work that is characterized by absorption, work enjoyment and intrinsic work motivation. Absorption refers to a state of total concentration, whereby employees are totally immersed in their work. Time flies, and they forget everything else around them (cf. Csikszentmihalyi, 1990) . Employees who enjoy their work and feel happy make a very positive judgment about the quality of their working life (cf. Veenhoven, 1984) . This enjoyment or happiness is the outcome of cognitive and affective evaluations of the flow experience (cf. Diener, 2000; Diener and Diener, 1996) . Finally, intrinsic work motivation refers to the need to perform a certain work-related activity with the aim of experiencing the inherent pleasure and satisfaction in the activity (cf. Deci and Ryan, 1985) . Intrinsically motivated employees are continuously interested in the work they are involved in (Harackiewicz and Elliot, 1998) . Employees who are motivated by the intrinsic aspects of MARISA SALANOVA ET AL.
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